analyze the level of success in hiring Latina/o faculty and administrators within the two public higher education systems over time.
In this paper, we begin by describing the demographic trends in California's public four year higher education systems for Latina/o tenured faculty and executive administrators while considering the demographic trends for Latina/o student enrollments. In addition, we use descriptive along with GIS techniques in order to provide a spatial representation of Latina/o enrollments and densities. An increase also occurred in the number of Latina/os earning a degree from a California public postsecondary institution. In 2001, California Latina/os consisted of 17 percent of those earning a degree, compared to 22 percent in 2010. In 2010, 21 percent of Latina/os were enrolled in a CSU or UC campus. Finally, data from the CPEC reveals that there is also a continual increase in the percentage of Latina/os in graduate school and the number of Latina/os earning a doctoral degree (CPEC, 2010) .
Benefits of Increasing Latina/o Faculty and Administrators
Given the overall increase in the number of Latina/o college students in California (CPEC, 2010) , it is necessary to examine the role of sustaining a strong representation of Latina/o faculty and executive/administrators in California public higher education. For instance, Latina/o administrators serve as mentors for Latina/o faculty to enter the administrative pathway (Sedlacek & Fuertes, 1993) . Latina/o faculty members also serve as role models. Gutierrez, Castaneda, and Katsinas (2002) conducted a qualitative survey in their study and found that Latina/o faculty serves as role models for Latina/o college students. These researchers also found that faculty members mentor Latina/o college students and support students in their next level of education pursuits. Cole and Barber (2003) corroborate previous research and note that faculty of color encourages students of color to succeed academically and they facilitate student career aspirations.
Other studies show that Latina/o faculty members also help to promote an equitable higher education system on several levels. Latina/o faculty plays an essential role in assisting students of color and Latina/o students by increasing academic achievement (Berlak & Moyenda, 2001; Hagedorn, Chi, Cepeda, & McLain, 2007; Ladson-Billings, 1994; Schoem, Frankel, Zuniga, & Lewis, 1993; Tatum, 1997) . In addition, other scholars find that a diverse faculty assists with recruiting students of color into college (Alger & Carrasco, 1997; Antonio, 2000) .
Since California has a large K-12 Latina/o student population, maintaining a representative faculty pool should serve to facilitate Latina/o students' pursuit of higher education. Given the aforementioned increasing numbers of Latina/o college students in California, it is increasingly important to ensure adequate representation of Latina/o faculty to support the academic success of students. Moreover, Latina/o faculty members prepare all students to live in a diverse society and share a range of scholarly work (Antonio, 2002; Nieves-Squires, 1991; Turner & Myers, 2000; Stanley, 2006; Umbach, 2006) . Finally, Latina/o faculty implements innovative scholarship and pedagogies (Antonio, 2000; Garcia, 2000; Nevarez & Bolunda, 2004; Turner, 2000; Umbach, 2006; Urrieta & Mendez Benavıdez, 2007; Vargas, 2002) . A study by Nevarez & Bolunda (2004) shows that Latina/o faculty members contribute to the advancement of Latina/o students and the Latina/o community. It is important to note that maintaining a representative group of Latina/o faculty members encourages institutions to approximate social justice tenets (Cole & Barber, 2003) .
Administrators serve as role models, not only to the students, but also to the Latina/o faculty members in an institution and the greater Latina/o community (Gutierrez, Castaneda, & Katsinas, 2002; Lopez & Schultz, 1980) . Research consistently finds that having a good representation of Latina/o faculty and administrators is beneficial not only to Latina/o students and students of color, but to the overall student population as well (Gutierrez, Castaneda, & Katsinas, 2002; Lopez & Schultz, 1980) . For example, a sociopsychological study by Lopez and Schultz (1980) reveals that Latina/o administrators have a greater commitment to the Latina/o community. In their study, Lopez and Schultz find that community college Latina/o administrators not only benefit the college but they also represent a strong liaison with the Latina/o community. Therefore, given the continual increase in the Latina/o population in California, it is important to examine the context of Latina/o students, faculty, and administrators in the public college systems.
Availability of Administrative Positions
Now that the value that Latina/o faculty members and administrators bring to a college and the community at large has been presented, the availability of administrative positions in higher education is examined. Numerous retirements, a growth in availability of higher education administrative positions, and increases in the number of minorities earning doctorate degrees present a prospective change in the landscape of higher education leadership. A Report Card on Latina/o Leadership 9 Therefore, to increase the future applicant pool for college presidents, colleges need to actively recruit and increase the number of Latina/o tenured faculty members (Ross, Green, & Henderson, 1993; Santiago 1996; Smith & Moreno, 2006) . Alternatively, community college presidents often have the opportunity to become presidents after maintaining non-academic administrator positions. Community colleges also need to increase the number of Latina/os in non-academic administrator positions (Ross, Green, & Henderson, 1993; Santiago 1996) . This Figure 1 ).
---Place Figure 1 About Here ---
The percentage of Latina/o first-time/full-time student enrollments and full-time Latina/o faculty for CSU campuses are presented in Figures 2 and 3 , respectively. The CSU campus enrolling the smallest percentage of Latina/o students is California Polytechnic University, San
Luis Obispo, with 13 percent (see Table 1 ). ---Place Table 1 Although UC Merced has the largest percentage of tenured faculty than any other UC, all other UC campuses experience a significant drop into the 3 to 6 percent range.
---Place Table 5 and Figure 6 About Here---Remarkably, a similar trend is illustrated among UC executive administrators. Once again, UC Merced had 15 percent of their executive body identifying as Latina/o. UC Irvine followed this campus with nine percent of its faculty composed of Latinas/os. Interestingly, one in four of UC executive administrators were located at UC Merced and UC Irvine. On average, eight percent of UC executives/management staff was Latinas/os. The lowest number of UC executives was located at UC San Francisco with less than six percent of executive staff identifying as Latina/o (see Table 6 and Figure 7 ).
---Place Table 6 is an important finding and one that requires empirical analysis to examine why this is occurring at a time when the Latina/o student enrollment population is growing.
Recommendations to Populate the Pathway to Faculty and the Administrative Ranks
Efforts should be increased to recruit and retain Latina/o students in their pursuit of doctoral degrees. Because most tenure eligible/ladder ranked faculty require a doctorate degree it is imperative to increase the pool of graduate students that can compete and fill these positions across CSUs and UCs.
As was noted by earlier research, the future applicant pool for administration and college presidents is dependent on recruiting and granting tenure to Latina/o faculty. Colleges should actively recruit and increase the number of Latina/o tenured faculty members as suggested by some researchers (Ross, Green, & Henderson, 1993; Santiago 1996; Smith & Moreno, 2006) .
Given the growth in the Latina/o population, the results of this study should be welcomed by policy analysts, policy makers at different levels of government, college administrators and practitioners, and others in devising policies and practices to advance Latina/o success in meeting future labor demands. ii Even though we did not include Community Colleges in this analysis we thought it was important to present the magnitude of the labor shortages for this leadership position in order to paint a more complete picture of the magnitude of the need for administrative positions in all public postsecondary education.
Tables
iii The California Master Plan for Higher Education of 1960 is regarded as the most successful framework for higher education in the U.S. (UCOP, 2009). The Master Plan differentiated functions among the state's public institutions of higher learning by creating a tripartite system, provided universal access and affordable education for state residents, established admission pools for each system, and addressed other social and practical imperatives (Kerr, 1994) .
